in addition to personality and additional "internal belief" characteristics predict performance in the RA position, using hierarchical regression analyses. General intelligence, emotional intelligence, personality dimensions, and "internal beliefs" Fortunately, the transition to autonomy can be greatly facilitated by the guidance of capable peers. Indeed, many studies show that during the adolescent stage of development, teens tend to be heavily influenced by their peers (Conner, 1994; Dupre, Miller, Gold, & Rospenda, 1995) . Recognizing this fact, most universities employ undergraduate students as leaders in important contexts of the college environment. For example, resident advisors (RAs) are students employed by universities to live in specific student housing and supervise students. RAs are typically charged with four major tasks: (a) maintaining campus residence halls, (b) enforcing residential policies, (c) developing community, and (d) assisting students. In addition, they are often viewed as role models by fellow students in the residence halls where they live and work, as they interact daily with fellow students (Healea, 2005).
The college experience is a tumultuous time in young people' s lives. Being away from home for the first time, meeting high academic expectations, and facing financial concerns can create a situation loaded with tension. In the face of these pressures, college students may feel hopeless and helpless, resulting in problems such as depression, sleep disorders, substance abuse, anxiety disorders, eating disorders, impulsive behaviors, and suicide (Kadison & DiGeronimo, 2004) . Additionally, parents often feel shut out from their children' s lives and unsure of how to help them during this difficult transition period (Kadison & DiGeronimo) . Fortunately, the transition to autonomy can be greatly facilitated by the guidance of capable peers. Indeed, many studies show that during the adolescent stage of development, teens tend to be heavily influenced by their peers (Conner, 1994; Dupre, Miller, Gold, & Rospenda, 1995) . Recognizing this fact, most universities employ undergraduate students as leaders in important contexts of the college environment. For example, resident advisors (RAs) are students employed by universities to live in specific student housing and supervise students. RAs are typically charged with four major tasks: (a) maintaining campus residence halls, (b) enforcing residential policies, (c) developing community, and (d) assisting students. In addition, they are often viewed as role models by fellow students in the residence halls where they live and work, as they interact daily with fellow students (Healea, 2005) .
In light of the important role that RAs can play in facilitating the transition to college life for incoming students, a major concern for universities ought to be the selection of the best possible candidates for this critical position. Unfortunately, as Jaeger and Caison (2006) Schmidt & Hunter, 1998) . For this reason, general intelligence is one of the major constructs used by employers to attempt to discriminate between candidates and predict future job performance (Robertson & Smith, 2001 ). Measures of g may be predictive because, as Robertson and Smith explain, "General intelligence allows people to acquire job knowledge, which in turn has a direct effect upon work performance" (p. 465). Self-selection based on general intelligence may also precede the personnel selection process. Job seekers tend to apply to positions with ability requirements that match the seekers' own general intelligence (Hough & Oswald) .
Although general intelligence has been shown to be related to many work outcomes, it typically only accounts for approximately 25% of variance in job performance (Van Rooy & Viswesvaran, 2004) . Thus, there is a great deal of variance in job performance that is not explained by g alone, and researchers have looked toward other measures to help enhance their ability to predict job performance.
"Big-Five" (Five Factor) Model of Personality
The search for additional variables that predict job performance, but are not related to g, led to the investigation of personality traits. Decades of research in the field of personality theory have resulted in fairly broad agreement regarding the structural organization of traits in terms of five domains: agreeableness, openness to experience, conscientiousness, extraversion, and neuroticism (Costa & McCrae, 1992; Goldberg, 1990; Norman, 1963) ; however, Goldberg advocates labeling the neuroticism factor in terms of its opposite (i.e., emotional stability).
Most meta-analyses investigating the relationship of Five Factor model traits with job performance suggest that conscientiousness and emotional stability are positively correlated with overall job performance in virtually all jobs, with conscientiousness being somewhat more strongly related (Barrick, Mount, & Judge, 2001 Researchers and practitioners originally were skeptical that personality measures could aid effective personnel selection, but they have now moved to "a position where there is confidence that personality can play a role" (Robertson & Smith, 2001 , p. 455). Although personality measures have established themselves on solid empirical ground with regard to their capacity to enhance the prediction of job performance, a substantial amount of variability in job performance still remains unpredicted by both general intelligence and personality. Consequently, researchers have continued to search for additional measures that will enhance the prediction of job performance. Recently, emotional intelligence, a construct that resides at the intersection of general intelligence and personality, has been gaining prominence in the quest to more accurately predict future employee performance (Jaeger & Caison, 2006) .
Emotional Intelligence
Salovey and Mayer (1990) first introduced the concept of "emotional intelligence" (EI), and they defined it as "the subset of social intelligence that involves the ability to monitor one' s own and others' feelings and emotions, to discriminate among them and to use this information to guide one' s thinking and actions" (p. 189). Alternative conceptions of EI include "not only emotion and intelligence, but also motivation, nonability dispositions and traits, and global personal and social functioning" (Law, Wong, & Song, 2004, p. 484). For example, Bar-On' s (1997) conceptualization of EI includes five domains, each with a number of subcategories: (a) intrapersonal components (e.g., independence, self-actualization); (b) interpersonal components (e.g., social responsibility, empathy); (c) adaptability components (e.g., problem solving, flexibility); (d) stress management components (e.g., impulse control, stress tolerance); and (e) general mood components (e.g., happiness, optimism). Conte (2005) found that the MSCEIT V2.0 and Bar-On scales showed a relatively low correlation (r = 0.36) in one study, a finding that raises questions about whether ability measures and selfreport measures are measuring the same construct.
Research has shown that self-report EI measures tend to be stronger predictors of success than are ability-based measures (Barchard, 2003 Dawda & Hart (2000) found that the average correlation between the EQ-i and the Big-Five personality measures was approximately r = 0.50. Nevertheless, referring back to personnel selection, the appeal of EI lies in its potential for explaining another portion of the remaining variance in job performance that is not explained by general intelligence and personality. Law et al. (2004) found that after controlling for relevant variables and the Big-Five personality dimensions, EI accounted for more than 10% of the variance in in-role and extra-role job performance of employees at a cigarette factory. In addition, Lopes, Grewal, Kadis, Gall, and Salovey (2006) demonstrated that EI was related to company rank and percent merit increase in salary for analysts and clerical employees at an insurance company. EI has also been shown to correlate significantly with job performance in the banking sector and in the military (Bar-On, 2002).
Yet, the major empirical test in evaluating the utility of EI for personnel selection is to evaluate its incremental validity over and above measures of general intelligence and measures of personality. Thus, the goal of this study was to investigate the usefulness of EI in predicting RA performance after controlling for general intelligence and personality.
Characteristics Associated with RA Performance
On university campuses, RAs are student leaders who live and work with other students in residence halls, performing a multitude of tasks that include counseling students, enforcing policies, and being a role model (Deluga & Masson, 2000) . In light of their explicit responsibility to create community on the college campus, it seems reasonable to assume that effective RAs are likely to be those with high levels of EI. Big-Five personality dimensions also have been linked to specific aspects of the RA job. In past studies, students have identified effective RAs as being social, warm, friendly, and extraverted (Dickson & Thayer, 1983) . Similarly, a study by Deluga and Masson (2000) found that RA extraversion and positive affect were positively associated with rated performance. They reasoned that RAs high in extraversion would comfortably interact with others and be more interpersonally approachable.
Indeed
Although previous research has demonstrated an empirical link between EQ-i scores, personality styles, and ratings of RA effectiveness, the existing literature lacks evidence of the incremental validity of each measure when several measures are used to predict RA performance. No studies were found in which the effects of general intelligence, EI, and personality dimensions were all considered in predicting RA performance. This is relevant because even if, for example, EI (as measured by the EQ-i) were found to be a significant predictor of RA performance, the finding would lack importance unless it were able to provide more information than a measure of general intelligence, which might be more easily obtained.
In addition, it is important to recognize that when significant differences exist between groups on predictor or criterion variables, the predictive validity of the various selection measures used may be different for different ethnic groups. For example, a number of studies have shown that the SAT and ACT overpredict freshman-year GPA in underrepresented minorities (Noble, 2004; Sawyer, 1985; Young, 2004 Leonard & Jiang, 1999) . This research highlights the importance of examining test performance and criterion performance by ethnicity and sex when the ultimate goal is making valid predictions of future performance.
Research Questions
The current study builds on the previous work of Jaeger and Caison (2006), who found EI to be a significant predictor of RA performance. Although that study made a positive contribution to the literature, it was limited in that the results were from one institution and did not control for the contributions of general intelligence, personality, or "internal belief" characteristics to the predictive equation. Consequently, the current investigation will be driven by four research questions: The emphasis in the second research question is whether EI has incremental validity in predicting RA effectiveness when controlling for measures of general intelligence, personality dimensions, and "internal belief" characteristics. More broadly, we are interested in knowing which indicators are most useful in identifying which RAs will be effective.
Finally, the last two research questions focus on whether there are significant differences between RAs and residents on EI and whether there are significant differences in RAs' performance associated with sex or race/ethnicity.
Method
This research investigates the predictive and incremental validity of EI for identifying effective RAs. The predictive validity question is examined via a simple linear regression in which the Pearson correlation coefficient represents the strength of the relationship between EI and RA performance ratings and the square of the correlation coefficient yields the percent of variance explained. The incremental validity question is examined via the use of hierarchical multiple linear regression. Multiple linear regression is an important statistical technique for investigating the joint impact of several independent variables simultaneously because it takes into account the multicollinearity, or shared association, between independent variables that are used to predict the dependent variable. As Hair, Anderson, Tatham, and Black (1998) noted, "Because this shared prediction can count only once, the overall prediction increases much more slowly as independent variables with high multicollinearity are added" (p. 157). Stated more practically, if two independent variables, such as EI and general intelligence, are both highly correlated with the same outcome variable (e.g., RA performance), the inclusion of both variables will add little to the predictive equation if EI and g are highly correlated with one another, but it would add much more if EI and g are not correlated with each other.
The choice of which variables are entered first within a hierarchical multiple regression is typically driven by theory. In the current study, four blocks of variables will be investigated-those related to: (a) general intelligence, (b) EI, (c) personality, and (d) "internal belief" characteristics. A forced-entry approach (rather than a stepwise approach) is used in the regression for two reasons. First, rather than simply finding which individual predictor variables are the most significant predictors of RA effectiveness, we are primarily interested in exploring the total amount of variance in RA self-rated performance that is explained by variables associated with each of the four theoretical blocks listed above. The total amount of variance explained (R 2 ) in ratings of RA effectiveness, as well as the amount of incremental variance (R 2 change, or ⌬R 2 ), will be evaluated at each step. Because the subject-to-variable ratio is high, the adjusted R 2 is a more appropriate statistic to interpret as it provides a less biased parameter estimate (Cohen, Cohen, West, & Aiken, 2003).
Second, the theoretical perspective we adopt is that EI is an aspect of intelligence rather than personality, thus a forced-entry approach (rather than a stepwise approach) to variable entry allows us to specifically examine the incremental predictive validity of EI variables as a group over and above general intelligence measures. In the last step of the equation, with all variables included, we will evaluate the statistical significance of each predictor variable to determine which of the individual variables were significant in predicting RA effectiveness after controlling for all other variables in the equation.
To determine group differences in EI and RA performance scores, a series of independent-samples t tests was conducted. SPSS Version 15.0 was used for all data analyses.
Participants
Although the main focus of the study was on RAs, it was also necessary to gather information from residents to address some of the proposed research questions. Thus, there were two sets of participants involved in this study: (a) RAs and (b) residents.
RAs. The target population consisted of 68 students who served as RAs at a small liberal arts university in the Northeast during either the fall or spring semester of the 2007-08 academic year.
Residents. All residents at this university who were living in on-campus housing with an RA (approximately 1,800 students) were recruited by e-mail for this study. [Community] I encourage my residents to respect one another.
Instrumentation

RAs completed a test battery that included
[Intrapersonal] I am open-minded to the needs of my residents.
[Programs and Bulletin Boards] My residents enjoy the programs that I offer.
[University Policy and Services] I effectively confront violations of University policies.
were asked to respond about the degree of accuracy of each statement, from "1 = Very Inaccurate" to "5 = Very Accurate." For each factor, there were five statements that were reverse-scored. Scores on the 10 statements for each factor were summed to create an overall score for each factor. 
Procedure
All tests were administered online via a secure and encrypted Webbased server. After logging into the study Web site, RAs were redirected to the Web site of the publisher of the EQ-i:S (www.mhsassessments. com) and asked to log in with a unique username and password assigned to them by the principal study investigator.
A total of 68 RAs, employed at the university for at least one semester in the 2007-08 academic year, were recruited by e-mail and asked to complete a battery of assessments. Their participation was completely voluntary. Each RA participant received an e-mail that provided a link to an online survey. RAs were given $10 for participation.
Residents were recruited by e-mails through several area listserv mailing lists. Area Coordinators and Head Residents used these listserv mailing lists to send e-mails to all residents living in a particular area. All residents with an RA were recruited. The recruiting e-mail provided a link to an online survey. For the survey, residents completed a consent form and completed their test battery. In exchange for their participation, residents were entered into a lottery. If a resident was one of the five lottery winners, he or she received $20.
All participants consented to participation and were debriefed about the purposes of the project. Information was kept in strict confidentiality by assigning all participants with a random ID number before data analysis.
Results
In the present study, 39 of the 68 RAs in the population (57%) completed the battery of instruments. One RA case was removed from the overall data set because the participant only completed a small fraction of the battery of tests. Another two RA cases were removed because none of those RAs' residents completed a questionnaire. Thirty-six valid RA responses were analyzed.
Additionally, 303 out of approximately 1,800 residents (17%) completed the survey designed for residents. Twenty resident cases were removed because the residents did not identify their RA in their response to the survey. Three cases were removed because they were associated with the RA case that was removed because of an incomplete response. Additionally, cases were removed from the overall data set if residents had rated an RA who did not take the questionnaire at all. Ultimately, 190 valid resident responses were analyzed.
Respondent Characteristics
At this university, there are 50% men and 50% women. Two indicators of RA performance were gathered in this study. The first indicator was self-rated performance from the participating RAs and the second indicator was the average rating of effectiveness that , 1988) . Finally, the RAs' self-evaluations completed for this current study represented about 57% of the RA population. In contrast, the residents' external RA performance evaluations only represented about 17% of the resident population. The percentage of evaluations received from the residents does not appear to be at a high-enough threshold to be seen as representative for the criterion. Table 3 illustrates the intercorrelations between all of the scales and the "internal belief" characteristic items completed by RAs. The scales showed reliability that ranged from acceptable to excellent (Cronbach ␣s = .61 -.96). A strong positive, and statistically significant, zeroorder correlation was found between Total EQ scores and RA performance (r (34) = .35, p < .01), indicating that Total EQ alone accounted for 12.3% of the variance in the ratings of RA performance. In addition, Intrapersonal EQ and Stress Management EQ were significantly positively correlated with RA overall performance self-ratings.
Of the personality dimensions, neuroticism was significantly negatively correlated with RA overall performance and conscientiousness was significantly positively correlated. Amount of effort, satisfaction, and confidence in ability as an RA were all significantly positively correlated with RA overall performance self-ratings at the p < .01 level of significance.
Question 2. Does emotional intelligence exhibit incremental validity in predicting RA effectiveness when compared to other measures?
The incremental validity of the EQ subscales was explored using hierarchical multiple regression. RA performance self-rating scores were Note. * p < .05/.01 (two-tailed). Cronbach's Alpha coefficients (in bold) reported on diagonal. EQ Cronbach's Alpha coefficients were averages of values for males and females less than or equal to 29 years old given in EQ-i:S Technical Manual. Cronbach's Alpha coefficients are not applicable for single-item responses (correlates 14, 15, 16). Table 3 Intercorrelations Between Scales/Items Completed By Resident Advisors regressed on measures of general intelligence, EI, personality dimensions, and "internal belief" characteristics. In the first step, general intelligence, as measured by RAPM scores, was entered by itself. In
Step 2, scores on the following subscales of the EQ-i:S were added to the equation: Intrapersonal EQ, Interpersonal EQ, Stress Management EQ, Adaptability EQ, and General Mood EQ. In Step 3, the following subscales from the IPIP personality scale were added to the equation: neuroticism, extraversion, openness to experience, agreeableness, and conscientiousness. In Step 4, ratings on the following RA "internal belief" characteristics were added to the prediction equation: amount of effort as an RA, satisfaction as an RA, confidence in ability as an RA, overall self-esteem, and priority of RA position. The complete results appear in Table 4 .
The inclusion of the EQ subscale scores improved the predictive power of the regression over and above the variable of general intelligence, as measured by the RAPM scores. The inclusion of both general intelligence and EI explained a total of 25% (Adjusted R 2 = 9%) of the variance in RA performance ratings.
The personality dimensions further improved the predictive power of the regression over and above both general intelligence and EI, as ⌬R 2 = .35 for Step 3, a change that was significant (p < .05). Specifically, RA scores on the neuroticism and conscientiousness subscales were significant predictors of RA performance self-ratings. When holding general intelligence, EI, and the other personality dimensions constant, the average RA performance self-rating score decreased by 0.29 point for each point increase in neuroticism score. When holding those variables constant, the average RA performance self-rating score increased by 0.18 point for each point increase in conscientiousness score. Furthermore, once personality factors were controlled, the positive relationship between Total EQ and RA effectiveness was no longer statistically significant.
Finally, in the fourth step of the regression, the "internal beliefs" variables were found to improve the predictive power of the equation over and above the contribution of the intelligence and personality measures, as ⌬R 2 = .25 , a change that was significant (p < .05) and that resulted in a total of 84% of the total variability in RA performance scores being explained (Adjusted R 2 = 70%). The internal belief of 
Discussion
The primary purpose of this study was to further examine the relationship between EI and RA effectiveness. Specifically, the goal of the study was to explore whether EI was positively associated with RA performance and, if so, whether EI would exhibit incremental validity over and above the contributions of general intelligence, personality dimensions, and "internal belief" characteristics as predictor variables of RA performance.
Consistent with the findings from Jaeger and Caison (2006), the current study found that EI of the RA was statistically significantly associated with RA effectiveness. However, once general intelligence and personality factors were controlled, EI was no longer a statistically significant predictor of performance. Rather, different personality dimensions emerged as statistically significant predictors. Specifically, neuroticism was found to be a significant negative predictor of RA performance. According to Gleitman et al. (2004) , neuroticism can be "reversed in direction and labeled as emotional stability" (p. 597) and by using that label, the finding states that emotional stability is a significant positive predictor of RA performance. Neuroticism measures an individual' s inclination to perceive and feel reality as threatening and difficult; neurotic individuals often feel negative emotions (Rolland, 2002) .
The stress of the RA position in performing such roles as counselor and policy enforcer while balancing classes and other commitments may mean that individuals with high neuroticism are not likely to perform well in the position. At the least, RAs selected in spite of higher neuroticism scores could be given additional encouragement by supervisors to reduce their stress.
Conscientiousness was found to be a significantly positive predictor of RA performance, even after controlling for general intelligence, EI, and "internal beliefs." Conscientiousness is a personality dimension that describes people who display organization, perseverance, thoroughness, and respect for standards and procedures (Rolland, 2002 With regard to group differences, it is interesting to note that RAs in general had significantly higher EI scores on the IPIP scale of emotional/ social/personal intelligence than did residents. One possible interpretation of this finding is that RAs may develop additional EI from experiencing the challenges of the RA position. Alternatively, the RAs in this study may have been selected because they already possessed higher EI than the general population at the time of their selection. Future research employing a longitudinal, control group design would help to further understand this finding. In addition, this study found large effect size differences between female and male RAs in terms of their performance self-ratings, pointing to a need for future research to further explore this area.
Limitations
This study had some limitations that are important to note. First, the total sample size of RAs was relatively small and the response rates were moderate. This was partially attributable to the fact that the enrollment at this liberal arts university is small and thus the total population of RAs on campus was smaller than might be found on larger research university campuses.
Second, because the sample all came from a single university, the results of the study may have low generalizability. However, this limitation highlights the importance of replication for the advancement of science. This study builds on the prior work of Jaeger & Caison (2006) that was also conducted with the context of a single university, but one with very different demographic characteristics. Taken together, the results of these two studies together may be viewed as beginning to fill a void in the literature related to RA selection. In the future, multi-institution studies should also be conducted to facilitate a larger sample size and investigate whether the findings of the present study are generalizable to different types of universities.
Implications
The results of this study have several practical implications. When taken together, the measures used in this study predicted a substantial amount of variance (70%) in RA self-rated performance. Thus, it appears that professionals concerned with RA selection may benefit from the inclusion of some of these measures as a supplement to other methods of assessment (e.g., interviews, letters of recommendation). Indeed, some past research has shown that applicants may prefer a selection process that uses a combination of assessment methods. In a study of school counselor selection, Stone and Hanson (2002) found that applicants appreciated the combination of selection criteria such as written responses, speeches, interviews, and evidence of academic ability such as GPA. Applicants believed the variety of methods "increased their opportunities to have their strengths balance out their weaknesses" and described the selection process as "fair, objective, professional, and thorough" (p. 182).
Next, a further investigation of the study results reveals that the use of all of the instruments (e.g., general intelligence, EI, personality, and "internal beliefs") explored in this study may be excessive. The personality dimensions of emotional stability (the reverse scoring of neuroticism) and conscientiousness were significant positive predictor variables of RA performance. These dimensions also showed incremental validity over the contribution of measures of general intelligence and EI. Consequently, student affairs administrators could consider administering a personality test to assess RA candidates on the basis of their emotional stability and conscientiousness. Although only the scores of those two subscales were significant predictors, we suggest that the entire IPIP-NEO short form, consisting of measures for five personality dimensions, be administered to RA candidates. Inclusion of the additional subscales would help mask the intent of the test to assess candidates' emotional stability and conscientiousness. Furthermore, the IPIP-NEO is a measure of the Big-Five personality dimensions that is easily accessible (http://ipip.ori.org), freely available, easily self-scored, and scientifically validated, so it may be of use to administrators in charge of RA selection.
The results of this study suggest that Residential Life staff interested in capturing some dimension of EI would do well to use the Bar-On EQ-i:S scale (postsecondary, short form), which is a relatively brief (10-minute) self-report questionnaire that correlated significantly with RA performance ratings. The Intrapersonal EQ, Stress Management EQ, and Total EQ aspects of EI significantly correlated with RA performance. However, based on the results of this study, measures of EI did not have incremental validity in predicting RA performance over the contribution of measures of general intelligence and personality dimensions. Therefore, using an EQ measure may not have much additional benefit if measures of general intelligence and personality are also being used.
Confidence in RA ability significantly predicted RA performance, even after controlling for general intelligence, EI, and personality. Based on this finding, we suggest that Residential Life staff could consider incorporating an RA self-recommendation that asks potential RA candidates to rate themselves on the "internal belief" characteristics used in this study. The form could ask the candidates to rate themselves on numerical scales and then provide justifications for the ratings. The intent of the form would be primarily to assess the candidates on their perceived confidence in RA ability. A "faking" scale such as the short form of the Marlowe-Crowne Social Desirability Scale (Reynolds, 1982) would be a good inclusion to check for possible social desirability bias of the RAs' self-reports when completing measures of personality dimensions and "internal belief" characteristics.
Finally, after RAs have been selected, efforts should be made to continue to build RAs' confidence in their ability as an RA, to improve performance. These efforts could also provide the benefit of reducing the anxiety of RAs with high neuroticism, whose anxiety could detract from their performance. Denzine & Anderson (1999) suggested inviting keynote speakers, possibly successful past RAs, to share their own experiences. They also emphasized the role of supervisors in modeling "self-efficacious thoughts and behaviors" (p. 254).
Conclusion
RAs can play an important role in helping students thrive in the potentially overwhelming transition to college life. RAs often interact with more students on a daily basis than do parents, professors, and the average college student. In these interactions, RAs have the opportunity to encourage students towards academic, social, cultural, and emotional growth (Jaeger & Caison, 2006) . Given that RAs have this opportunity, it is imperative to have high-quality RAs. Investigating the factors associated with RA performance is critical to help Residential Life staff in selecting the best candidates for this important position. RAs have tremendous potential to help students thrive during the difficult transition period of college life. Therefore, investing effort into selecting more effective RAs is tantamount to investing in the healthy maturation of our nation' s youth.
